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This study sought to assess the relationship between job satisfaction and performance at Ruben Centre and whether satisfaction had any effect on performance. Data collection was descriptive through questionnaires to 91 staff of Ruben Centre. Job satisfaction was assessed through items that assessed intrinsic satisfaction and the Job Description Index model. Performance was assessed through thirteen questions that were measures on a Likert five choice Scale with intervals (completely disagree- disagree- no idea- agree- completely agree). The study showed that there was positive correlation between job satisfaction and performance at Ruben Centre. The study found that Ruben Centre staffs were generally satisfied with their job. Level of employee performance with job characteristics was found to be largely influenced by the level of intrinsic job satisfaction, relation with co-workers and the nature of work. Comparisons to other studies showed consistency with obtained results that is there is a relationship between job satisfaction and performance in Rube Centre as a faith based non-profit organization and other public and private and public institutions. The study found out that financial reward does not result to employee job satisfaction as demonstrated by compensation and benefits having the least positive correlation with job performance. The respondents felt that fringe benefits like house allowance, responsibility allowance, transport and travelling allowance, medical schemes et cetra need to be matched up to a higher level. Recommendations were that the organization finds a way of building the capacity of the work force in order to increase performance. The organization should also focus on intrinsic reward systems so as to achieve satisfaction of its management staff.
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1.1 Background to the Study
Organizations exist for a purpose. These purposes are spelt out in the organization’s strategy, policies and objectives. Achieving a high level of employee performance is considered the common goal for many organizations (Yvonne, et al., 2014). According to Roe (1999) as cited by (Roe, 1999) achievement of organization’s goals is one of the definitions of performance. He proposed to distinguish between two interlinked definitions of performance, that is a process definition and an outcome definition: Performance is the process by which people (individually or collectively) try to achieve a given work goal. Performance is the congruence between the work goal and the outcome of the process by which people (individually or collectively) try to achieve that work goal.

Organizations exist to achieve objectives which their top management have put up in strategic plans. The achievement of these plans is executed by the people employed in the organizations. Labour, being one of the factors of production (Khan, 1994) has to receive attention and to ensure its maximization to achievement of organization objectives. This is achieved by ensuring all factors that will enhance maximum performance of labour are exploited for realization of organizations objectives. Job satisfaction can be an indicator for someone’s general mental well-being. If someone is unhappy at work, it doesn’t seem likely that this person will be happy in general. The general assumption is that happiness at work improves work motivation and in consequence job performance (Berghe & Hyung, 2011). Pushpakumari (2008) as cited by Yvonne, et al. (2014) has commented that employee satisfaction is the gateway to the success of an organization. Armstrong (2009) defines job satisfaction as the attitudes and feelings people have about their work. Positive and favorable attitudes towards the job lead to engagement and therefore job satisfaction. Negative and unfavorable attitudes towards the job indicate job dissatisfaction.

According to Yvonne, et al. (2014), when employees are satisfied with their jobs, they tend to be motivated, are willing to put more effort and commit more in their jobs. This then leads to the attainment of the organization’s goals. Employee satisfaction therefore should play a critical role in attainment of organizational objectives which is what performance aims to achieve. For an organization to achieve a higher level of performance, a satisfying worker context is required. Employees who exhibit a higher level of satisfaction tend to put more effort in their jobs that may then lead to better job performance. This study will consequently seek to assess the relationship between job satisfaction and performance at Ruben Centre and whether satisfaction has any effect on performance. The results attained may help management identify and realize their role in worker satisfaction as a way of enhancing performance, enabling them to pursue those activities and actions for realization of the same. Feedback generated will also create awareness on the staff on their role in ensuring personal job satisfaction.
1.2 Statement of the Research Problem
Achieving a high level of employee performance is considered the common goal for many organizations (Yvonne, et al., 2014). Organizations exist to achieve some actions that are usually stated in the organization’s strategy, objectives or values. Whether it is a service provision or producing goods, the existence of the organization will depend on whether it is relevantly delivering on its objectives. The vision of Ruben Centre is ‘To be a faith based institution striving for a just and empowered Mukuru community.’ The mission statement is ‘To offer quality education, health, financial and social services to children and families in Mukuru community.’ For Ruben Centre, offering quality education, health, financial and social services that are geared towards achieving a just and empowered Mukuru Community is the main reason for its existence. Ruben Centre vision. (2015, May 10) retrieved from http://www.rubencentre.org/?page_id=24 (​http:​/​​/​www.rubencentre.org​/​?page_id=24​). Staff who, through their various jobs, accomplish the stated objectives are considered to perform accordingly.
According to Manasseh (2013), Performance is the output obtained as a result of effort. It is a measure of effectiveness. It has to do with the general way and manner an employee works and the extent to which such an employee is able to realize the goals, objectives and targets set in the organization. It is also a standard of excellence of carrying out one’s duties in relation to the standards of others within the same organization. Performance can be achieved through performance management structures. These structures break down elements of the job into measurable components. The components are assigned a weight which is measured on a scale. A performance review determines how well or bad a person has performed by measuring activity with regard to the weighed components. The total weight measures how well or bad the staffs have performed. Armstrong (2009) has defined performance management as a systematic process for improving organizational performance by developing the performance of individuals and teams. One of the overall objectives of performance management is to develop the capacity of people to meet and exceed expectations and to achieve their full potential to the benefit of themselves and the organization.
Performance appraisal can be defined as the formal assessment and rating of individuals by their managers at or after a review meeting. Organizations usually subject staff to periodic performance appraisals where employee actual performance is measured against expected results and grading is done determining the level of performance for the period taken. An ideal performance system for Ruben Centre would seek to determine how well staffs are achieving quality education, health, financial and social services. According to Armstrong (2007), Herzberg’s two-factor model theory explained factors that give rise to job satisfaction (and motivation) and factors that lead to job dissatisfaction. It is sometimes called the motivation–hygiene theory. There are two groups of factors. The first consists of the satisfiers or motivators, which are intrinsic to the job. These include achievement, recognition, the work itself, responsibility and growth. 

The second group comprises what Herzberg calls the ‘dissatisfaction avoidance’ or ‘hygiene’ factors, which are extrinsic to the job and include pay, company policy and administration, personal relations, status and security. These cannot create satisfaction but, unless preventive action is taken, they can cause dissatisfaction. He also noted that any feeling of satisfaction resulting from pay increases was likely to be short-lived compared with the long-lasting satisfaction from the work itself. According to this theory, factors that lead to job satisfaction have a longer lasting effect on performance than dissatisfies. Another reason why managers should be concerned about job satisfaction arises from the negative consequences of the opposite of job satisfaction-dissatisfaction. A staff member who is chronically dissatisfied with his or her job will manifest this by any of several behaviors, including absenteeism, tardiness, and turnover (Siggins, 1993). These behaviours are retrogressive to achievement of the organization’s objectives. Satisfaction is therefore a sustainable, longer lasting means of achieving performance. Ruben Centre should seek to instill satisfiers in its employee appraisal systems as a means to achieve performance. According to Yvonne, et al. (2014), employees who exhibit a higher level of satisfaction tend to put more effort in their jobs that may then lead to better job performance. The employee who is satisfied has a reason to put effort so as to achieve as per the expectations of organization. Job satisfaction enhances performance through intrinsically derived factors which are long lived. Undefined optimistic attitude towards work and an enhanced organizational commitment leads to greater job satisfaction which in return perks up the performance of the individual (Linz, 2003). The research seeks to assess the relationship between job satisfaction and performance at Ruben Centre.
1.3 Research Objectives
1.3.1 General Research Objective
The general research objective is to assess the relationship between job satisfaction and performance in Ruben Centre.

Specific Research Objectives
The objectives of the research are;
i.	To assess job satisfaction at Ruben Centre.
ii.	To assess job performance at Ruben Centre.
iii.	To assess the relationship between job satisfaction and employee job performance at Ruben Centre.

1.4 Research Questions
1.4.1 General Research Question
What is the relationship between job satisfaction and performance at Ruben Centre?

1.4.2 Specific Research Questions
How will job satisfaction be assessed at Ruben Centre?
How will job performance be assessed at Ruben Centre?
What is the relationship between job satisfaction and employee job performance at Ruben Centre?

1.5 Relevance of the Research
This research will have theoretical relevance, management and interviewees of Ruben Centre and will also benefit other students who seek to understand the relationship between job satisfaction and job performance in pursuit of their academic researches. Theoretically, the research will add to the expanding literature on job satisfaction and job performance in nonprofit making organizations. This will help research students to prove the theory and also support the future research, generate good ideas and also provide better understanding. This research will benefit other students to understand the relationship between job satisfaction and job performance better and could be a reference or guideline for other researchers who will be interested in studying a similar field (Hussin, 2011).
The research will enlighten the management on aspects of the job than enhance employee performance which has direct effect on the performance of the organization. According to Pushpakumari (2008), a great effort is necessary for the employees to attain high performance in jobs. When the employees are satisfied with their jobs, they tend to be motivated, are willing to put more effort and commit more in their jobs. This then leads to the attainment of the organization’s goals. In simple words, employees’ satisfaction plays an important role towards the successfulness of an organization, particularly in achieving higher level of employee’s job performance. A satisfied work force will create a pleasant atmosphere within the organization to perform well. This will assist the organization put in deliberate effort to enhance satisfaction in order to realize optimum employee performance.

Interviewees will be aware of various factors that enhance satisfaction and the difference between intrinsically and extrinsically derived satisfaction aspects. Awareness of the link between staff performance and the organisation’s objectives will also be created. The happier the individual, the higher is level of job satisfaction. It is assumed that positive attitude towards work and greater organizational commitment increases job satisfaction which in return enhances performance of the individual (Susanty & Miradipta, 2013).







This chapter will present a review of literature related to the study. The chapter is divided into eight sections. Section 2.2 will define key concepts which will be contained in the chapter. The section will particularly define the variables of the research topic which are job satisfaction and performance. Section 2.3 will contain a critical review of supporting theories related to the study. Section 2.4 will contain an analysis of relevant studies. Section 2.5 will contain policy review related to the study. Section 2.6 will show the gap identified from the analysis of theoretical and empirical literature that exists in relation to the study. Section 2.7 will contain the conceptual framework. This will show the variables of the study and how they relate to each other. Section 2.7 will contain the theoretical framework. This is an identification and description of the characteristics of the variables considered in the conceptual framework. Section 2.8 will contain a statement of hypotheses and section 2.9 will be a summary of analysis of the literature.
2.2	Conceptual Definitions
2.2.1 Job Satisfaction
Job satisfaction has been described by several authors as how people feel about their job. People are satisfied if they feel good about their job and dissatisfied if the job does not bring any good feeling to the employee. Armstrong (2009) defines job satisfaction as the attitudes and feelings people have about their work. Positive and favorable attitudes towards the job lead to engagement and therefore job satisfaction. According to Aziri (2011), job satisfaction has to do with how people feel about their job and its various aspects. It has to do with the extent to which people like or dislike their job. According to Berghe & Hyung, (2011), job satisfaction is connected to how our personal expectations of work are in congruence with the actual outcomes. This means that we are satisfied when our expectations of work are achieved according to what had been set to be attained- either by ourselves or by the organization.

According to Susanty & Miradipta (2013); Kumari, & Pandey (2011), job satisfaction is a pleasurable or positive emotional state resulting from the appraisal of one’s job and job experiences. Positive attitude towards work and greater organizational commitment increases job satisfaction which in turn enhances performance of the individual. This definition suggests that we form attitudes towards our jobs by taking into account our feelings, our beliefs, and our behaviors. In this study, the definition from Aziri (2011) and Berghe & Hyung, (2011) will be used. Job satisfaction is therefore the feeling people derive from their jobs when personal expectations are achieved. It can be determined by appraising one’s job experiences.
2.2.2  Job Performance
Job performance is how well aspects of a job are done against expectations. Motowidlo (2003) defines job performance as the total expected value to the organization of discrete behaviors that an individual carries out over a standard period of time. Measurement of performance is determined through performance management systems. Performance management is a systematic process for improving organizational performance by developing the performance of individuals and teams (Armstrong, 2009). Berghe & Hyung, (2011) defines job performance as how well someone performs at his or her work. Roe (1996) proposes to distinguish between two interlinked definitions of performance, that is a process definition and an outcome definition:
	Performance is the process by which people (individually or collectively) try to achieve a given work goal.
	Performance is the congruence between the work goal and the outcome of the process by which people (individually or collectively) try to achieve that work goal.
In this study, the definition from Motowidlo (2003) will be used. Job performance is thus the total expected value to the organization of individual behaviours that are related to the job. It is qualitatively and quantitatively determined during a performance appraisal process that gauges the level of performance against expectations.

2.3	Theoretical Literature Review
Yvonne, et al. (2014) studied employee job satisfaction and job performance in a franchised retail chain organization. Job satisfaction was discussed in terms of nine facets; pay, promotion, supervision, fringe benefits, contingent rewards, operating procedures, co-workers, nature of works and communication. The first dimension-pay- can be considered as the amount of money that is paid to an employee for the work that he or she has done. Promotion is reassigning an employee to a higher-level job due to a particular reason. Supervision is assigning work to the employees fairly, provide advice and feedback to the employees regarding their job performance and evaluate employees’ performance on the job as well as fill in the appraisal form for them (Resheske, 2001 as cited by Yvonne, et al., 2014). Fringe benefits refer to the indirect financial payments or compensations beyond the employee’s regular salary given to the employee such as employer paid insurance, vacations, paid holidays, subsidized cafeterias, company cars, disability income protection, retirement plans and others (Dessler, 2013). Cobb (2004) defined co-workes satisfaction as the satisfaction level of the employees with their colleagues regarding work related interaction. Lastly, satisfaction of employees in terms of communication is defined as the satisfaction where employees gain from the communication within the organization (Spector, 1997). The study utilized a questionnaire survey for data collection based on the two variables- job satisfaction and job performance. Job performance was viewed in the aspects of contextual performance and task performance. According to this study, job satisfaction and job performance were correlated to each other.

(Berghe & Hyung, 2011) did a study whose topic was job satisfaction and job performance at the work place. The aim was to define the determinants for job satisfaction and to investigate the relationship between job satisfaction and job performance and the influence of job satisfaction on job performance. The Theory of Reasoned Action (a person's behavior is dependent on his attitude towards that behavior and the judgment of other people if he performed the behavior) and the Theory of Planned Behaviour (Past behaviour can directly affect future behaviour. More specifically, the more often you have displayed certain behaviour in the past, the more likely you will exhibit similar behaviour in the future) were used to account for the relationship between attitudes and behaviour. Job satisfaction was then explained as a function of job features, other people and personal dispositions. Secondary research data was collected to find and to clarify the correspondence between job satisfaction and job performance. After data-analysis the conclusions drawn were that generally there was only a modest to weak correlation between job satisfaction and job performance and the causal direction was inconclusive. Primary research was based on an in-house survey of an international company with the implementation of the theoretical part of the thesis.

Ali & Farooqi (2014) studied the effect of work overload on job satisfaction, effect of job satisfaction on employee performance and engagement at the Public Sector University of Gujranwala Division. The research showed that job satisfaction has meaningful relationship within role performance and innovative job performance. Survey method was used for data collection method in which questionnaires were used as instrument of They were distributed to sample of the target population. Employee performance was measured by 13 items taken from Dizgah, et al. (2012) work. Each item was measured by using a five-point scale ranging from Strongly Disagree- weighted as 1 to Strongly Agree - weighted as 5. The average of 13 items was used as the total scale score for employee performance by each respondent. The research determined that there is positive relationship between job satisfaction and job performance. The data was collected through questionnaires that were distributed among 207 employees. Judge, et al. (2001) did a qualitative and quantitative review of the job satisfaction- job performance relationship. The study depicted seven different ways in which the satisfaction- performance relationship had been specified. These were;

Job Satisfaction Causes Job Performance
This model stems from the premise that attitudes predict behaviour and it represents the most popular theory regarding the nature of the relationship between job satisfaction and job performance. On this model, however, the authors concluded that a unidirectional effect of job satisfaction job performance relationship was inconclusive.
Job Performance Causes Job Satisfaction
This model was a change from the normal attitude- behaviour researches like job satisfaction- job performance relationship. The model argues that attitude follows behaviour (Olson & Zanna, 1993). Out of 10 studies that were done to test the job performance – job satisfaction relationship, 6 of the studies showed that there is no significant effect. Thus, in the job satisfaction – job performance studies, the results were inconsistent.
Job Satisfaction and Job Performance are Reciprocally Related
According to the author, models of the reciprocal relationship between job satisfaction and job performance have no distinct foundation. Five studies have investigated the possibility of a reciprocal relationship between job satisfaction and job performance. In these studies, job satisfaction and job performance are related either in a cross-sectional no recursive causal model, or in a cross-lagged correlational model, where Time 2 job satisfaction is regressed on Time 1 job satisfaction and Time 1 job performance, and Time 2 job performance is regressed on Time 1 job performance and Time 1 job satisfaction. Four of the five studies on this model suggested a casual effect of job performance on job satisfaction, and two of five suggested a casual effect of job satisfaction on job performance.

The Relationship between Job Satisfaction and Job Performance is Spurious
A spurious correlation is observed when the relationship between two variables is due to the relation of these variables to a third, unmeasured variable. This is according to Cohen & Cohen (1983) as cited by Judge, et al. (2001). In this model, a nonzero relationship between job satisfaction and job performance became no significant when role ambiguity was allowed to influence both. Several studies suggested that self-esteem (Pierce, et al., 1989 as cited by Judge, et al., 2001) might explain the association between job satisfaction and job performance. Other variables found to significantly influence the satisfaction- performance correlation were job involvement (Keller, 1997 as cited by Judge, et al., 2001), organizational commitment, trust in management (Rich, 1997 as cited by Judge, et al., 2001) and participation in decision making (Abdel, 1983 as cited by Judge, et al., 2001). This revealed that there is no significant direct relationship between job satisfaction and job performance. It might mean the relationship is mediated by other variables.

The Relationship between Job Satisfaction and Job Performance is Moderated by other Variables
According to this model, job performance should affect job satisfaction only to the extent that people are compensated based on their performance. The logic of this argument is that, assuming pay is valued by employees, high performance should be satisfying (or low performance dissatisfying) to the extent that pay is linked to performance. Another potential moderator of the job satisfaction-job performance relationship is job complexity or intrinsic job characteristics. This moderator is similar to the pay-performance contingency moderator in that both deal with work rewards. The distinction is that job complexity is intrinsic whereas pay is extrinsic. Other moderators of the satisfaction- performance relationship that were proposed and/or tested include self-esteem, attributions and organizational tenure, cognitive ability, need for achievement, career stage, pressure for performance, time pressure, job fit, occupational group, dyadic duration, similarity in problem solving styles, perceived appropriateness of supervisory task allocation decisions, affective disposition and situational constraints.

There is no Relationship between Job Satisfaction and Job Performance
Of all of the studies that reported a correlation between job satisfaction and job performance, only a few posted any kind of a relationship between satisfaction and performance. Thus, most studies that included job satisfaction and job performance treated them as separate variables that have no direct relationship to one another. According to this model, authors might ignore the satisfaction- performance relationship, while including the two constructs in their study, for different reasons. For example, authors might be convinced there is no relationship between job satisfaction and job performance, and/or they might believe that investigating the relationship between the constructs is beyond the scope of their study. Although either of these assumptions might be valid studies operating from either of these assumptions are limited in what they can tell us about the nature of the relationship between job satisfaction and job performance.

Alternative Conceptualizations of Job Satisfaction and/or Job Performance
This model incorporated three sub models in it to argue that it makes little sense to consider job satisfaction as related to job performance in the traditional way. These are; 
Reconceptualising Attitudes.
This model recasts the satisfaction – performance relationship in terms of the relationship between emotions and performance. The argument is that positive emotions on the job led to favourable job outcomes. Employees with positive effect may be more motivated according to several theories of motivation, including expectancy theory, goal setting theory and attribution theory.
Reconceptualizing Performance.
According to this model, when performance is conceptualized more broadly—to include both task performance and organizational citizenship behaviors—its correlation with job satisfaction will increase.
Organizational Level of Analysis
Ostroff (1992) as cited by Judge, et al. (2001) noted that one possible reason that the satisfaction-performance relationship has not been substantiated is that researchers have considered the relationship solely at the individual level of analysis. The individual level of analysis may be too restrictive in the way that performance is measured because it fails to take into account the wide range of behaviors individuals may enact in response to (dis)satisfaction. These models have presented all possibilities to define the relationship between job satisfaction and job performance. They have also provided various explanations for different expected results that a user can utilize to explain all possible outcomes. Motowidlo (2003) used a research method that was descriptive and a Likert five choice Scale with intervals (completely disagree- disagree- no idea- agree- completely agree) for collection of his data in his research titled “Job Performance”. Data was collected through questionnaires which were divided into two categories. The first part included 5 items for determining job satisfaction and the second part 13 items for employee performance. The results showed that there was a meaningful relationship between job satisfaction, In-role performance and innovative job performance.













Table 2.1 The Generic Job Satisfaction Scale Development and its Correlates
Author	Cross (1973)	Hackman & Oldham (1975)	Khaleque & Rahman (1987)	Scarpello & Campbell (1983)	Smith, et al. (1969)	Yuzuk (1961)
Major Characteristics	Firm as a whole.Paypromotion.Job itself.Supervisor.Co-workers.	Job security.Pay.Social.Supervisory.Growth.	Co-workers.Hours.Work environment.Recognition.Security.Desired job.Autonomy.Benefits.Promotion.Supervision.	Nature of work.Control over work.Quality of physical environment.Supervisor.Co-worker.Job reward.	Work.Pay.Promotion.Supervision.Co-workers.	Communication.Hours of work.Fellow employees.Recognition.Work conditions.Supervisor.Other descriptive factors.
Number of items on the scale	48	25	¾ hour interviews.	Over 100.	Ranking by employee of job aspects in terms of importance. No scale was developed.	72
Sample	431 workers from 4 manufacturing plants.	658 employees at 7 industrial and service organizations.	185 employees from two research and development companies.	65 unspecifeid employees.	1,560 workers in factories from Bangladesh.	267 students, 80 farmers, 80 male bank employees.

Source: Macdonald & MacIntyre (1997) in The Generic Job Satisfaction Scale Development and its Correlates.
The summary gives an overview of some of the most commonly used models for measurement of job satisfaction used by researchers. Hussin (2011) did a study to determine the level of job satisfaction & job performance and to identify the relationship between job satisfaction components (which are pay, promotion, the work itself, supervision, & co-workers) and job performance among employees of Tradewinds Group of Companies. The study was conducted among 115 respondents in Tradewinds Group of Companies in Klang Valley. In this study, the whole population method was used. The study revealed that there was a positive relationship between job satisfaction components which were promotion, work itself, supervision and co-workers except for pay towards employee job performance. There was a significant difference between position and job performance. It proved that job satisfaction dimensions (pay, promotion, work itself, supervision and co-workers) can contribute up to 17.8 % increase on job performance in the organization.






Lawler & Porter (1967) give their model of job satisfaction which unlike the previous model places a special importance on the impact of rewards on job satisfaction, according to this model the intrinsic and extrinsic rewards are not directly connected with job satisfaction because of the employee’s perceptions regarding the deserved level of pay.
Locke & Latham (1990) provide a somewhat different model of job satisfaction. They proceed from the assumption that the objectives set at the highest level and high expectations for success in work provides achievement and success in performing tasks. Success is analyzed as a factor that creates job satisfaction.
Usually job satisfaction is measured by using general scientific research methods such as the questionnaire.
Some of the most commonly used techniques for measuring job satisfaction include:
	Minnesota satisfaction questionnaire.
	Job description index.
The Minnesota Satisfaction Questionnaire is a paper-pencil type of a questionnaire and can be implemented both individual and in group, but it does not take sex differences into consideration. This questionnaire has one short form and two long forms that date from 1967 and 1977. In fact 20 work features in five levels are measured with this questionnaire. Responding to this questionnaire usually takes between 15-20 minutes.






If compared it is obvious that in a way the 1977 version of this questionnaire is more balanced compared to the 1967 version. This questionnaire had the following aspects of job; Co-workers, Achievement, Activity, Advancement, Authority, Company Policies, Compensation, Moral Values, Creativity, Independence, Security, Social Service, Social Status, Recognition, Responsibility, Supervision-Human Relations, Supervision-Technical, Variety and Working Conditions. The Job Description Index is one of the most widely used techniques for measuring job satisfaction. It is a simple and easily applicable method. The measurement of strength and weakness within each factor are a sign as in which field improvement and changes are necessary.

Mishra (2013) explained the Job Descriptive Index (JDI) measurement of job satisfaction as where a specific questionnaire of job satisfaction is based on five facets: pay, promotions and promotion opportunities, coworkers, supervision and work itself. Participants are asked to answer either yes, no or can’t decide in response to whether given statements accurately describe their job. This questionnaire allows acquisition of information on all major aspects of work and takes sex differences into consideration. This questionnaire was first introduced in 1969 and it measures five major job satisfaction aspects with a total of over 70 potential job descriptions. The factors considered by the job description index are:





Descriptors on each of the five factors can be evaluated with three potential options by the employees: 1 which means that the description is relevant, 2 which means that the description is not relevant and 3 that means that the employee does not have an opinion. Borzaga & Tortia (2006) found that employees in non-profit firms derive more satisfaction from process-related aspects of rewards such as professional development and variety and creativity of the job, and recognition of their contribution than employees in the public and for-profit sectors. They concluded that private-sector workers derive more satisfaction from pay and other monetary rewards, while public and non-profit employees derive more satisfaction from intrinsic value of their job. Each type of organization has a distinctive structure of extrinsic and intrinsic incentives, with a unique mix of constraints and rewards.

Public-sector jobs differ from private-sector jobs in regard to salaries, benefits, task types, and performance criteria. The variation in incentive mixes, therefore, may contribute to different levels of job satisfaction across the sectors. There are motivational differences among employees in the public, non-profit, and for-profit sectors Different sets of preferences of employees, correspond to different typologies of incentives (Borzaga & Tortia, 2006). Despite the possibility that these values and the importance placed on job attributes differ among government, non-profit, and for-profit workers, little is known about the relative importance of such intrinsic and extrinsic rewards in determining job satisfaction of employees in each type of organization. It is consequently expected that employees from a non-profit organization are satisfied by different factors from those in the public and profit making organizations.
This research is based on a non-profit organization. The results derived from this research will be compared to those done in similar organizations and to similar studies done in profit making organizations to assess whether the effect of job satisfaction on job performance is consistent at Ruben Centre to other non-profit making organizations and the contrast or similarities effects of the same factors in profit making organizations.

2.4 Empirical Literature Review
2.4.1  General Studies
Ali & Faroogi (2014) did a study in Pakistan to study the effect of work overload on job satisfaction, effect of job satisfaction on employee performance and employee engagement. Data was collected by use of questionnaires on a sample size of 207 employees of Public Sector University of Gujranwala Division. Job satisfaction was measured by 18 items using a five point scale ranging from Strongly Disagree which was weighted as 1 to Strongly Agree which was weighted as 5. Employee performance was measured by 13 items taken from Dizgah, et al. (2012) work. Each item was measured by using a five-point scale ranging from Strongly Disagree which was weighted as 1 to Strongly Agree which was weighted as 5. This research studies main purpose to find the relationship between job satisfaction and job performance and found that job satisfaction and job performance has modest correlation. According to Berghe & Hyung, (2011) in the study job satisfaction and job performance at the work place, job performance was measured by use of two theories; the Theory of Reasoned Action and the Theory of Planned Behaviour. To answer the question whether job satisfaction and job performance share a relationship, the findings were that the correlation between job satisfaction and job performance was modest and unsubstantial at best. Causal direction studies did not come up with conclusive results in regard to the nature of the relationship between job satisfaction and job performance. It is worth noting that this particular research relied heavily on secondary data as the researcher was not allowed to conduct the study in the company he had intended. Dizgah, et al. (2012) did a study titled “Relationship between Job Satisfaction and Employee Job Performance in Gulian Public Sector.” According to this research, job performance is categorized into two; task performance and dispositional performance. Task performance is defined as tasks and responsibilities of each person and related directly to all things that must be done by that person such as monitoring absent or present employees. Dispositional performance is that which helps the organization and social network to survive. Task performance includes parts that are expressed in formal jobs and dispositional performance includes those behaviours effect on psychological, sociological and organizational aspects. Data were collected by questionnaire and Cronbach's alpha coefficient was used. Results show that there is a meaningful relationship between job satisfaction In-role performance and innovative job performance and findings were in accordance with previous researches.

Usop, et al. (2013) did a study to find out the relationship of work performance and job satisfaction among teachers of Dvision of Cotabato City. The study used the descriptive correlation design. The descriptive part presented the demographic characteristics of the teachers as well as their job satisfaction rating on the different job facets. The correlation was used to find out the relationship of teacher profile, and work performance to job satisfaction. The participants of the study were 200 elementary teachers from twelve selected public schools in the Division of Cotabato City. The respondents were full-time teachers with at least two-years teaching experience in the organization. The study made use of the survey questionnaire. There were two sets of questionnaires consisting of two parts. The first part was on the personal information of the respondents. The second was on the Job Satisfaction questionnaire, with its nine facets namely, school policies, supervision, pay, interpersonal relations, opportunities for promotion and growth, working conditions, work itself, achievement, recognition, and responsibility.

The results stated that most teachers are 31-40 years, a majority being female and married. 64% had 11 to 15 years of service. Results showed that the teachers were contented with their job satisfaction facets such as school policies, supervision, pay, interpersonal relations, opportunities for promotion and growth, working conditions, work itself, achievement, recognition, and responsibility. This implies that teachers who are satisfied with their job are also productive. Furthermore, if the teachers contented with their job, they will develop and maintain high level of performance. Teaching learning process make more efficient and effective that could produce high competitive learners.

Studies in African Countries
Callaghan & Coldwell (2014) in their study “Job Satisfaction and Job Performance: The Case of Research Productivity”, sought to determine whether satisfaction contributes to the retention of, as well as the job performance of academic staff. Out of 1300 sample size, Two hundred and twenty-five responses were obtained, resulting in a response rate of seventeen percent. Generalized job satisfaction was measured using seven-point Likert-type scales. Three items were used to measure generalized job satisfaction. The items were reversed each time. The Cronbach Alpha obtained for these items was .859. Bivariate tests of association were applied to the data. Partial correlation analysis was used. Bootstrapping was applied to the partial correlation analysis in order to achieve higher levels of confidence in the results. Multivariate testing, in the form of multiple linear regression was also used. The findings indicated that academics that produce more internationally accredited journals are relatively more job-dissatisfied. Junior academics, particularly those without doctoral degrees, were found to be more job-satisfied. Self-efficacy and an internal locus of control were found to be predictors of job satisfaction in this context.

The shortcoming of these studies in relation to the current study is that a majority of them are not similar to the nature of industry in which the researcher intends to carry out the study. The current study is specific to a non profit organization. There are however a few examples which are similar to the current study. The sample sizes, though small, are still larger than the samples size of the targeted population where the researcher intends to carry out the study.
Empirical Studies in Kenya
According to Ntuara (2008) in his study ‘Survey of the relationship between job satisfaction and organisational performance of companies listed on the Nairobi Stock Exchange, Kenya’, he found little evidence of any simple or appreciable relationship between job satisfaction and organizational performance. The study however, has showed that teamwork, employee involvement and pay significantly affect productivity. Mwiti (2012) did a study titled ‘Perceived relationship between job satisfaction and employee performance among Teachers Service Commission secretariat at the headquarters in Nairobi’. The findings of the study were that employee job satisfaction was as a result of the supervisor, working colleagues, characteristics, teamwork and training and development, advancement of opportunities, empowerment, working conditions, participation in decision making and financial rewards. The findings indicated that the level of employee performance in the organization is dependent on the job satisfaction.

According to Gathungu & Wachira (2013) in their study ‘Job satisfaction factors that influence the performance of secondary school principals in their administrative functions in Mombasa district, Kenya’, 66.6% of the principals were dissatisfied as far as the remuneration and fair reward were concerned. On the relationship between job satisfaction and performance, 63.3%of the respondents said job satisfaction affects their performance. 

The results of the studies varied from modest to not conclusive to positive effect in relation to the job satisfaction- job performance relationship. Different models were used in different researches. The sample sizes and nature of industries were also different. These differences may be the contributors to the different results. The results obtained from this research will be compared and contrasted to those obtained from these studies.

2.5 Research Gap Identified











Figure: 2.1: Conceptual Framework of the Study
Source: Developed by the researcher, 2015.

According to Susanty & Miradipta (2013); Kumari & Pandey (2011), job satisfaction is a pleasurable or positive emotional state resulting from the appraisal of one’s job and job experiences. Job satisfaction in this study will be measured through the Job Descriptive Index (JDI) (Mishra, 2013) where a specific questionnaire of job satisfaction is based on five facets: pay, promotions and promotion opportunities, coworkers, supervision and work itself. Participants will be asked to answer either yes, no or can’t decide in response to whether given statements accurately describe their job. Satisfaction will also be measured using 5 items made by Brown Peterson (1994) and used by Dizgah, et al. (2012), measured using Likert five choice Scale with intervals (completely disagree- disagree-no idea-agree- completely agree). Pay- can be considered as the amount of money that is paid to an employee for the work that he or she has done. Promotion is reassigning an employee to a higher-level job due to a particular reason. Supervision is assigning work to the employees fairly, provide advice and feedback to the employees regarding their job performance and evaluate employees’ performance on the job as well as fill in the appraisal form for them (Yvonne, et al., 2014).

Fringe benefits refer to the indirect financial payments or compensations beyond the employee’s regular salary given to the employee such as employer paid insurance, vacations, paid holidays, subsidized cafeterias, company cars, disability income protection, retirement plans and others (Dessler, 2013). Cobb (2004) defined co-workes satisfaction as the satisfaction level of the employees with their colleagues regarding work related interaction. Lastly, satisfaction of employees in terms of communication is defined as the satisfaction where employees gain from the communication within the organization (Spector, 1997). According to Dizgah, et al. (2012), task performance is defined as tasks and responsibilities of each person and related directly to all things that must be done by that person such as monitoring absent or present employees. In this study, job performance will be measured through questionnaires which will have 13 items for employee performance (Motowidlo, 2003).

2.7 Summary






This chapter covers sampling, data collection instruments and data analysis methods in detail. Section 3.2 will cover the research strategies where the survey population and area of research will be discussed. Section 3.3 will cover sampling design and procedures. Section 3.4 will cover variables and measurement procedures. Section 3.5 will cover methods of data collection. Section 3.6 will cover data processing and analysis and section 3.6 will cover expected results of the study.

3.2 Research Philosophy
The research will take the form of a descriptive study. There are three main types of descriptive methods: observational methods, case-study methods and survey methods. With the observational method the participant’s behavior is closely observed. There are two main categories of the observational method — naturalistic observation and laboratory observation. Case study research involves an in-depth study of the participants. In survey method research, participants answer questions administered through interviews or questionnaires. After participants answer the questions, researchers describe the responses given. This study will use the survey method, of the descriptive study through questionnaires, to collect data from eighty eight (88) participants who will all be employees of Ruben Centre. The participants will be in management, supervision and others not in any management cadre. Since the survey population is not large, the researcher will endeavor to attain maximum response in order to get accurate analysis of the data. The questionnaires will be divided into three sections. First section will deal with respondents demographic data like age, gender, marital status, highest education level attained, duration of service and monthly salary, while second section will focus on the Job Descriptive Index (JDI). It will consists of 15 statements, whereby the respondents will be asked to indicate their level of agreement (agree or yes, not sure, and disagree or no) on five different facets of job satisfaction in relation to the nature of work, compensation and benefits, attitudes towards supervisors, relations with co-workers and opportunity for promotion (Aziri, 2011). They will be asked for an agreement (either agree, not sure or disagree) to 3 statements on each facet. There will also be 5 items for assessing job intrinsic satisfaction in general that will be measured by using a five-point Likert scale first part include 5 made by Brown Peterson (1994) and used by Dizgah, et al. (2012). 

The third section will contain 13 items for employee performance which will be measures by using a five-point Likert scale. The research will take the form of a descriptive study. There are three main types of descriptive methods: observational methods, case-study methods and survey methods. With the observational method the participant’s behavior is closely observed. There are two main categories of the observational method — naturalistic observation and laboratory observation. Case study research involves an in-depth study of the participants. In survey method research, participants answer questions administered through interviews or questionnaires. After participants answer the questions, researchers describe the responses given. This study will use the survey method, of the descriptive study through questionnaires, to collect data from ninety one (91) participants who will all be employees of Ruben Centre. The participants will be in management, supervision and others not in any management cadre. Since the survey population is not large, the researcher will endeavor to attain maximum response in order to get accurate analysis of the data. The questionnaires will be divided into three sections. First section will deal with respondents demographic data like age, gender, marital status, highest education level attained, duration of service and monthly salary, while second section will focus on the Job Descriptive Index (JDI). 

It will consists of 15 statements, whereby the respondents will be asked to indicate their level of agreement (agree or yes, not sure, and disagree or no) on five different facets of job satisfaction in relation to the nature of work, compensation and benefits, attitudes towards supervisors, relations with co-workers and opportunity for promotion (Aziri, 2011). They will be asked for an agreement (either agree, not sure or disagree) to 3 statements on each facet. There will also be 5 items for assessing job intrinsic satisfaction in general that will be measured by using a five-point Likert scale first part include 5 made by Brown Peterson (1994) and used by Dizgah, et al. (2012). The third section will contain 13 items for employee performance which will be measures by using a five-point Likert scale.

3.3 Survey Population
According to Yvonne, et al. (2014), the population represents all the individuals who are qualified to be chosen as the respondents for the research and sample is the respondents who are selected to be involved in the research. The data will be collected from the staff of Ruben Centre in the organization. All staff will be selected and effort put to attain maximum response rate. There are ninety one (91) employees across three organizational levels- management, supervision and those not in either management or supervision. The ages of the respondents vary from 20 years to 61 years spread among medical, education, social and administrative departments. The education levels vary too from primary school drop outs to master’s degree holders.

3.4 Area of the Research
Ruben Centre is a faith based organization located in one of the slums in Nairobi. The Centre’s main objective is to empower the child and family of the slum it is located in. The services offered are charged minimally since it is not the Centre’s objective to make profit. Most of the researches done on the effect of job satisfaction on job performance have been done in profit generating environments. This study’s findings may or may not be different from those done in a profit generating environment.

3.5 Sampling Design and Procedures
The survey population is ninety one (91). Due to the size of the survey population, the researcher will endeavour to receive the highest response rate possible through follow up. Therefore, the whole population will be used to gather data on the research. The respondents are distributed among three departments; medical, education and administrative. Their ages are distributed between 20 years and 61 years.

3.6 Variables and Measurement Procedures
My variables of interest are job satisfaction and performance. The data collected will attempt to assess the level of job satisfaction and job performance at Ruben Centre. This data will be collected through questionnaires that will be distributed to the entire staff team of the institution. Job satisfaction will be assessed through analysis of a Job Descriptive Index (JDI). It will consists of 15 statements, whereby the respondents will be asked to indicate their level of agreement (agree or yes, not sure, and disagree or no) on five different facets of job satisfaction in relation to the nature of work, compensation and benefits, attitudes towards supervisors, relations with co-workers and opportunity for promotion (Aziri, 2011). 

There will also be 5 items for assessing job intrinsic satisfaction in general that will be measured by using a five-point Likert scale first part include 5 made by Brown Peterson (1994) and used by Dizgah, et al. (2012). Job performance will be explored in two dimensions namely task performance and contextual performance (Yvonne, at al., 2011). This is the same model which was described by Dizgah, et al. (2012) where the research categorized performance into two; task performance and dispositional performance. 13 items for employee performance will be used.

3.7 Methods of Data Collection
Questionnaire will be used to collect the primary data in order to assess the relationship between job satisfaction and job performance at Ruben Centre. The questionnaire will consist of three sections. The first section will deal with respondents demographic data like age, gender, marital status, highest education level attained, duration of service and monthly salary. The second section will focus on the Job Descriptive Index (JDI). It will consists of 15 statements, whereby the respondents will be asked to indicate their level of agreement (agree or yes, not sure, and disagree or no) on five different facets of job satisfaction in relation to the nature of work, compensation and benefits, attitudes towards supervisors, relations with co-workers and opportunity for promotion (Aziri, 2011). They will be asked for an agreement (either agree, not sure or disagree) to 3 statements on each facet and 5 items for assessing job intrinsic satisfaction in general that will be measured by using a five-point Likert scale. The third section will contain task performance and dispositional performance. 13 items for employee performance will be used (Dizgah, et al., 2012) where each item will be measured using a five point Likert scale.

There are two basic types of data further on which research can be originated, secondary data and primary data. Secondary data research concerns the examination and evaluation of existing data collected by previous research projects. Data collected from the organization’s information systems is also classified as secondary data. Primary data can be using either by quantitative or qualitative research methods and is collected through questionnaires, observation and experimentation. The research will make use of both primary and secondary data.

3.8 Data Processing and Analysis
The researcher used descriptive statistics such as group frequency distribution, percentile, mean and standard deviation. The researcher also used Pearson Product Moment Correlation Coefficient r to determine the correlation between job satisfaction and work performance. Both qualitative and quantitative approaches will be used to analyse the data.
3.8.1 Data Processing
Internal reliability is tested using Cronbach’s alpha. A minimum alpha of 0.600 is needed to verify that the data is reliable. Pearson’s Correlation analysis will test the relationship between job satisfaction and job performance among the employees. The result shows that the job satisfaction-job performance relationship is significant if the p-value of the variables (job satisfaction and job performance) is less than 0.01 and correlation is significant at the level of 0.01 (2-tailed) (Yvonne, et al 2014). According to Fiddler, et al. (2006) The Pearson Correlation Coefficient will tell us the strength of the linear relationship between several variables. The closer the correlation is to 1, the stronger the relationship, and the closer it is to 0, the weaker the relationship. The correlation coefficient may range from -1 to 1, where -1 or 1 indicates a “perfect” relationship.  The further the coefficient is from 0, regardless of whether it is positive or negative, the stronger the relationship between the two variables. 

Univariate analysis can be done to check for ‘dirty’ data. Dirty data is incorrectly entered data. Data cleaning is correcting these errors. If there are codes in the data that are outside the range of questions asked and determining which cases are in error. The same could be done to examine the distribution of the variables. This will help determine the characteristics of the samples in order to make conclusions.

3.8.2 Data Analysis
The t-test tests the null hypothesis that two variables have the same means. The t-test value should be greater than 0.05 so as not to reject the null hypothesis. If a two-tailed test is done, the value needs to be divided into two. It still has to be greater than 0.05 for acceptance of the null hypothesis. To test for a null hypothesis that more than two variables have the same mean, the f-test is used. A value of less than 0.0005 is low. That means that the null hypothesis should be rejected and that the population means are probably not all the same. The Pearson Chi Square test indicates that the relationship is statistically significant. It would occur by chance approximately 43 times out of 1000. This means that values above 0.043 indicate insignificant relationship between the variables.





4.0 RESEARCH FINDINGS AND DISCUSSION
4.1 Introduction
The purpose of this study was to seek to assess the relationship between job satisfaction and performance at Ruben Centre and whether satisfaction has any effect on performance. This chapter presents the research findings and results of the study. Data analysis was conducted for each of the specific objective.
4.2 Response Rate
A total of 91 questionnaires were handed out and the same were collected back.

4.3 Demographic Information
The study sought to establish demographic information of the respondents that is; job grade, department working in, age, marital status, gender, number of years worked at Ruben Centre and professional or academic qualification.
4.3.1 Gender








In this section respondents were asked to indicate their grade. Job grades were divided into three general levels; normal staff, line supervisor and management. According to research findings in figure 4.1, Majority of the respondents 83.5% were normal staff, 14.3% line supervisors and 2.2% in management.








The area of study had 3 departments into which all the respondents fell. According to the findings, 36.3% of the respondents were in administration, 31.9% in academic and medical departments.

Table 4.3 Department







The study sought to establish respondent’s marital status. Research findings in figure 4.2, Majority of respondents 57.1% indicated that they were married, 40.7% of the respondents indicated that they were single while a small proportion of respondents 2.2% indicated that they were separated. 

Table 4.4 Marital Statuses






In this section of study the respondents were asked to indicate their age. Research findings in Table 4.3, Majority of respondents 34.1% indicated they belonged to 25 to 30 years age bracket. 18.7% of respondents indicated 18 to 35 and 30 to 35 years age bracket, 9.9% of respondents indicated 40 to 45 years, 8.8% 35 to 40 years, 7.7% 45 to 50 and 2.2% above 35 years old.
Table 4.5 Age Bracket










Number of Years Worked at Ruben Centre
The study sought to establish the length of time respondents have worked at Ruben Centre. 33% of the respondents had worked between 1 and 3 years, 20.9% between 3 to 6 years, 17.6% for over 10 years, 16.5% below 1 year and 12.1% between 6 to 10 years. 
Table 4.6 Number of Years Worked at Ruben Centre







Highest Professional or Academic Qualification
According to research findings, 46.2% of the respondents have certificate level qualification. 38.5% have diploma level qualification while 7.7% have bachelor’s degree and other level of qualification.
Table 4.7 Professional and Academic Qualification








Job satisfaction was assessed through 5 items measuring intrinsic attitude job satisfaction and the job description index model which includes 5 facets of measuring performance rated with a Likert five choice Scale with intervals (completely disagree- disagree-no idea-agree- completely agree).

4.4.1 Intrinsic Attitude Satisfaction
The mean for the 5 items that measured intrinsic attitude to job satisfaction was 3.8571. This facet was rated using a Likert five choice scale with 1 as completely agree, 2 disagree, 3 no idea, 4 agree and 5 denoting completely agree. There was significant correlation of 0.302 which is was significant at 0.01 level. This showed that the respondents of Ruben Centre are generally satisfied with their job based on the facets measured. The first model measured intrinsic attitude job satisfaction. According to the responses, 28.6% of the respondents completely agreed that as soon as they find a better job they will leave. 24.2% agreed, 18.7% had no idea, 16.5% disagreed that they will leave as soon as they find a better job and 12.1% completely disagreed. 46.2% of the respondents completely agreed to talking about the Centre to their friends, 36.3% just agreed and 4.4% completely disagreed. This shows that a majority of the respondents love their work place and talked about it to their friends. On the item of looking forward to coming to work every morning, 53.8% of the respondents completely agreed that they look forward to coming to work every morning. 34.1% agreed to this statement. Only 3.3% and 7.7% completely disagreed and disagreed respectively.






Table 4.8 Intrinsic Job Satisfaction Facets









There were five questions on job satisfaction that were measures on a Likert five choice Scale with intervals (completely disagree- disagree- no idea- agree- completely agree). According to the response, most of the respondents agree to the facets of job satisfaction meaning they are satisfied with their job at Ruben Centre.





4.4.2 Responses to Job Description Index Facets
In this section of study the respondents were required to the Job Descriptive Index (JDI) model of assessing job satisfaction. It consisted of 15 statements, whereby the respondents were asked to indicate their level of agreement (agree or yes, not sure, and disagree or no) on five different facets of job satisfaction in relation to the nature of work, compensation and benefits, attitudes towards supervisors, relations with co-workers and opportunity for promotion.
Opportunity for Promotion
On opportunity for promotion, 67% of the respondents said they were satisfied and settled with their current position while 31.9% said they were not satisfied with their current position. 84.2% of the respondents said they have the right academic and experience qualifications for promotion, 6.6% said they did not and 11% did not know whether they have the right academic and experience qualifications for promotion. 49.5% of the respondents said there was room for promotion in their job, 18.7% said there was no more room for promotion and 31.9% did not know whether there was room for promotion in their job. The frequency tables are shown below.























On mature of work, 59.3% of the respondents said they find the overall nature of work to be fair while 40.7% found it excellent. 96.7% of the respondents said they like their job while 3.3% did not know whether they liked their job or not. 70.3%of the respondents said that the overall working conditions were fair and 24.2% found them excellent.























On reaction with co-workers, 51.6% of the respondents found their co-workers smart in accordance to job related interactions while 47.3% found them average. 78% of the respondents said there was good team work and 16.5% said there wasn’t. 61.5% of the respondents rated their co-workers average on interpersonal relations and 33% said they were smart.























On attitudes towards supervisors, 72.5% of the respondents said they have confidence in the decisions made by their supervisors. 18.7% said they have no confidence in the decisions made by their supervisors. 46.2% of the respondents said their supervisor’s skills in leading the team were fair while 40.7% said the skills were excellent. 89% of the respondents said their supervisor was around to help them when needed.






















On compensation and benefits, 76.9% of the respondents did not feel well paid for their job compared to colleagues on same scale while 16.5% said they were well paid compared to colleagues. 71.4% of the respondents said the nature of fringe benefits at the institution was fair while 27.5% found them poor. 80.2% of the respondents rated the total compensation package received as fair and 15.4% rated it as poor.





















Research findings in Table 4.21 indicate that, a majority of the respondents agreed that there were opportunities for promotion as indicated by the mean of 1.4835. On nature of work, a majority of the respondents responded positively that the nature of work was generally good. This is shown by the mean of 1.4982. A majority of the respondents stated to be having good relations with co-workers as shown by the mean of 1.5. On attitude with supervisors, a majority of the respondents answered to the positive showing they had a good attitude towards their supervisors with a mean of 1.4982. The compensation and benefits facet was answered largely to the negative showing that a majority of the respondents did not feel adequately compensated. This was supported by the mean of 2.0916.









There were thirteen questions on job performance that were measures on a Likert five choice Scale with intervals (completely disagree- disagree- no idea- agree- completely agree). A majority of the respondents stated that they met all the requirements of the job 50.5% and 39.6% completely agreed and agreed respectively to the statement. 4.4% and 1.1% completely disagreed and disagreed respectively that they met all the formal performance requirements of the job. 31.9% of the respondents completely disagreed that they have had instances of disagreement with the supervisor. 25.3% agreed that they have had instances of disagreement with the supervisor. 29.7% of the respondents completely agreed that their supervisors hardly complain about their job while 20.9% agreed. 

This shows a high level of performance according to the expectation of the supervisors. 49.5% of the respondents stated that they constantly search out new methods, techniques of working while 44% agreed to the statement. 50.5% and 35.3% of the respondents completely agreed and agreed respectively that they share innovative ideas with their supervisors. A small 5.5% and 4.4% completely disagreed and disagreed respectively to the statement. 62.6% of the respondents completely agreed that they often create new ideas for improvement or better ways of doing their job. 36.3% agreed to that statement. 45.1% of the respondents agreed that their leaders always love their ideas while 20.9% completely agreed to that statement. Only 7.7% and 6.6% completely disagreed and disagreed respectively. 46.2% of the respondents and 38.5% agreed and completely agreed that they introduce innovative ideas in a systematic way and a mere 1.1% completely disagreed. 50.5% and 46.2% of the respondents completely agreed and agreed that when they have a new idea, they share it with colleagues and try to get their support while 1.1% disagreed. 24.2% of the respondents and 29.7% completely agreed and agreed respectively that there is no work related challenge that they cannot figure out a solution to while 20.9% and 11% disagreed and completely disagreed respectively. 38.3% and 34.1% of the respondents agreed and complete agreed respectively that there were several initiatives are the work place that were their original ideas while 2.2% and 5.5% completely disagreed and disagreed respectively to that statement. 35.2% of the respondents and 26.4% disagreed and completely disagreed that they do things the way they have always been done. 19.8% and 12.1% agreed and completely agreed to that statement.
Table 4.26 Job Performance Facets
		Completely Disagree	Disagree	No Idea	Agree	Completely Agree	Total
I meet all the formal performance requirements of the job.	Frequency	4	1	4	36	46	91
	Percent	4.4	1.1	4.4	39.6	50.5	100
Work that I do is in my job description. There are no other duties that are not in my JD.	Frequency	29	17	4	21	20	91
	Percent	31.9	18.7	4.4	23.1	22	100
I have had instances of disagreement with my supervisor on my work	Frequency	29	18	10	23	11	91
	Percent	31.9	19.8	11	25.3	12.1	100
My supervisor hardly complains about my job	Frequency	12	13	20	19	27	91
	Percent	13.2	14.3	22	20.9	29.7	100
I constantly search out new working methods, techniques or instruments.	Frequency	3	3	40	45	3	91
	Percent	3.3	3.3	44	49.5	3.3	100
I share innovative ideas with my supervisor for support.	Frequency	5	4	4	32	46	91
	Percent	5.5	4.4	4.4	35.2	50.5	100
I often create new ideas for improvements or better ways of doing my job.	Frequency	0	1	0	33	57	91
	Percent	0	1.1	0	36.3	62.6	100
My leaders always love my new ideas.	Frequency	7	6	18	41	19	91
	Percent	7.7	6.6	19.8	45.1	20.9	100
I introduce innovative ideas in a systematic way.	Frequency	1	13	42	0	35	91
	Percent	1.1	14.3	46	0	38.5	100
When I have a new idea, I share it with colleagues and try to get their support.	Frequency	1	2	42	46	1	91
	Percent	1.1	2.2	46.2	50.5	1.1	100
There is no work related challange that I cannot figure out a solution to.	Frequency	10	19	13	27	22	91
	Percent	11	20.9	14.3	29.7	24.2	100
There are several initiatives at the work place that are my original ideas.	Frequency	2	5	18	35	31	91
	Percent	2.2	5.5	19.8	38.5	34.1	100
I am hesitant to using different ways of work because I don't know what results will be achieved. So I do things how been done.	Frequency	24	32	6	18	11	91
	Percent	26.4	35.2	6.6	19.8	12.1	100








Correlation analysis measures linear association between two variables. Pearson’s Product Moment Correlation Coefficient (PPMCC) is denoted by r. In this study the aim is to establish whether there is linear relation between the dependent variable (performance) and independent variables (job satisfaction) at 95% confidence interval and 5% level of significance. As stated above if the significance value is less than 0.05 (p<0.05) then it is considered statistically significant. If the significance value is greater than 0.05 (p>0.05) the relationship is not statistically significant.








Table 4.28 Correlation Analysis







Oppurtunity for promotion	Pearson Correlation	.096	.041	1				
	Sig. (2-tailed)	.366	.703					
	N	91	91	91				
Nature of work	Pearson Correlation	.252*	.260*	.129	1			
	Sig. (2-tailed)	.016	.013	.226				
	N	90	90	90	90			
Relation with coworkers	Pearson Correlation	.264*	.209*	.092	.326**	1		
	Sig. (2-tailed)	.011	.047	.386	.002			
	N	91	91	91	90	91		
Attitudes towards supervisors	Pearson Correlation	.193	.267*	-.016	.213*	.501**	1	
	Sig. (2-tailed)	.067	.010	.881	.044	.000		
	N	91	91	91	90	91	91	
Compensation and benefits	Pearson Correlation	.053	-.226*	.066	-.078	.082	-.309**	1
	Sig. (2-tailed)	.617	.032	.536	.466	.438	.003	
	N	91	91	91	90	91	91	91
**Correlation is significant at the 0.01 level (2-tailed)
*. Correlation is significant at the 0.05 level (2-tailed).





4.7 Cross Tabulation Analysis
A total of 54 respondents from the non management staff grade responded positively that they are satisfied and settled with their current position. 7 line supervisors responded that they are satisfied and settled with their current position. 22 normal staff grade responded that they are not satisfied with their current position and 5 line supervisors were not satisfied and settled with their current job. It is worth noting that no one in that management position stated that they are satisfied and settled with their current position.
Table 4.29 Grade Level and Satisfaction







34 married respondents were satisfied with their current position while 17 of them were not. 26 single respondents were satisfied with their current position while 11 were not.
Table 4.30 Marital status and Satisfaction
		Are you satisfied and settled with your current position?	Total
		Yes	No	I don't know	




24 male respondents rated the overall nature of work as excellent against 13 females while 22 males rated it as fair against 32 females.
Table 4.31 Gender and Overall Nature of Work		
		How do you find the overall nature of work?	Total
		Excellent	Fair	




34 respondents who are certificate holders have confidence in the decisions made by their supervisors against 5 who do not. 21 diploma holder respondents had confidence in their supervisors against 12 who did not while 5 and 6 bachelor’s degree holders and other qualifications respectively had confidence in the decisions made by their supervisors.
Table 4.32 Academic Qualification and Supervisor Confidence
		I have confidence in the decisions made by my supervisor.	Total
		Yes	No	I don't know	






2 respondents who have been at Ruben Centre less than 1 year felt well paid for their jobs compared to colleagues on similar scales against 8 who did not feel well paid. 3 respondents who have been at the institution between 1 and 3 years felt well paid against 27 who did not feel well paid. 5 respondents who have been at the institution between 3 to 6 years felt well paid against 14 who did not feel well paid. 3 respondents who have been at the Centre for over 10 years felt well paid against only 12 who did not feel well paid.
Table 4.33 Time Worked At Centre Against Feeling Well Compensated
		Do you feel well paid for your job compared to colleagues on same scale here or elsewhere?
		Yes	No	I don't know







26 respondents who were certificate holders rated their co-workers as smart in accordance with job related interactions against 16 who rated them average. 13 diploma holders found their co-workers smart in accordance with job related interactions as opposed to 21.

Table 4.34 Qualification And Co-Worker Rating
		You find your co-workers(in accordance with job related interactions)	Total
		Smart	Average	Unpleasant	





A larger number of participants are certificate holders followed by diploma holders then bachelor degree. 6 out of 13 of the line supervisors are diploma holders while in management there is a bachelor degree holder and other qualification.
Table 4.35 Grade Level Against Professional Qualification







Satisfaction is lowest in the age group 18-25 where 12 respondents said they were satisfied and settled in their position. It steeply rises to 21 respondents between 25-30 years then declines to 8 respondents between 30-35 years and finally 5 respondents between 35-40 years. The curve then generally rises to 7 respondents between 40-45 years and 6 between 45-50.
Table 4.36 Age Bracket and Satisfaction
		Are you satisfied and settled with your current position?	Total
		Yes	No	I don't know	








23 respondents with the lowest academic qualification felt there was room for promotion. The number reduces to 19 diploma holders and 1 bachelor’s degree holder.
Table 4.37 Professional/Academic Qualification and Promotion
		Is there room for promotion in your job?	Total
		Yes	No	I don't know	







Cronbach’s alpha reliability coefficient normally ranges between 0 and 1. A high value for Cronbach’s alpha indicates good internal consistency of items in the scale. A value of less than .5 would be unacceptable therefore according to the results of the analysis, the items of the scales used are internally consistent.

Table 4.38 Reliability Statistics
Cronbach's Alpha	Cronbach's Alpha Based on Standardized Items	N of Items
.575	.587	7

4.9 Discussion of the Findings
The results on the relationship between job satisfaction and job performance at Ruben Centre expounded in detail in the research findings. The study found out that an employee satisfaction is not only attained through the provision of one variable but rather should be a combination of various variables such as the opportunity for promotion, the nature of the working environment, attitudes towards supervisors, relation with co-workers and compensation and benefits. The institution has only 2% of its staff in management position while 14% are line supervisors, table 4.2.

6 out 13 line supervisors are diploma holders. This is a good ration to managing the 84% non-management staff of the institution. A total of 54 respondents from the non-management staff grade responded positively that they are satisfied and settled with their current position. 7 line supervisors responded that they are satisfied and settled with their current position. 22 non-management staff grade responded that they are not satisfied with their current position and 5 line supervisors were not satisfied and settled with their current job. It is worth noting that no one in that management position stated that they are satisfied and settled with their current position. This is evident as shown in table 4.7 According to Pushpakumari (2008), responsibility among factory managers have been found more significance leading them to job satisfaction. It is revealed that there is a positive and significant relationship between satisfaction and performance for managers and non-managers. This is however not consistent with the research findings where management and line supervisors were least satisfied with their job. For the statistical analysis, based on the general opinion it is hypothesized that job satisfaction is influenced more by intrinsic rewards than extrinsic rewards for managers and professionals. But for non-managers, it is hypothesized that job satisfaction is influenced by more extrinsic rewards than intrinsic rewards (Pushpakumari, 2008). According to Herzberg (1968), organization should categorize rewards into intrinsic and extrinsic rewards. These two rewards are not directly related to job satisfaction because the relationship is moderated by how equitable these rewards are to individuals. It is argued that in attaining quality performance, the intrinsic rewards are more important than extrinsic rewards as they influence higher order needs of individuals like work itself. The extrinsic factors can be classified into two factors, socio-demographic factors and job factors. Examples of socio-demographic factors are age, gender, race, and duration of service, marital status, skill categories and education. Examples of job factors are work, pay, promotion, supervision and co-worker. Intrinsic rewards like given more autonomy to employees are expected to increase their level of job satisfaction. The case for Ruben Centre may be that the satisfaction is primarily based on extrinsic rewards which are favorable to non-management personnel but not for management. The institution should therefore focus on intrinsic rewards for satisfaction of its management.
 
57.1% of the respondents are married. The organization should focus on developing and maintaining policies which are friendly to married workers so as to motivate them to perform. Such policies would include progressive maternity and paternity policies, medical insurance that covers the entire family and other progressive policies. However, 40.7% are single. 34 married respondents were satisfied with their current position while 17 of them were not. 26 single respondents were satisfied with their current position while 11 were not, table 4.4. A larger percentage of the respondents were married and satisfied. Focus should shift to develop and implement models for satisfaction that is focused for the single respondents who formed 40% of the respondents. Some policies to motivate single employees to perform would include capacity building policies.

Job satisfaction was assessed through 5 items measuring intrinsic attitude job satisfaction and the job description index model which includes 5 facets of measuring performance rated with a Likert five choice Scale with intervals (completely disagree- disagree-no idea-agree- completely agree). The facet was rated with 1 as completely agree, 2 disagree, 3 no idea, 4 agree and 5 denoting completely agree The mean for the 5 items that measured intrinsic job satisfaction was 3.8571. There was significant correlation of 0.302 which is was significant at 0.01 level, table 4.28. This showed that the respondents of Ruben Centre are generally satisfied with their job based on the facets measured.

Gender
According to Lefkowitz (1994) as quoted by Berghe & Hyung, (2011), women's job satisfaction is in average lower than men's. One explanation for this phenomenon could be that women are less invested in their work, since women's incomes are, or at least used to be, merely the second income in the household. Another, more likely, reason would be that women experience less job satisfaction because they tend to have less good jobs overall compared to men. This is consistent with the findings of this study where according to table 4.3, 24 male respondents rated the overall nature of work as excellent against 13 females while 22 males rated it as fair against 32 females.
Age
According to some research job satisfaction tends to increase throughout working life. Several reasons could be accountable for that (Mckenna, 2000 p. 276 as quoted by Berghe & Hyung,, 2011):
	older people have better jobs than younger people, since, due to a longer career, they had more chances to obtain a desirable job;
	older people have adjusted their expectations downwards over the years and they are therefore more easily contempt;
	the older generation as a whole has always been more satisfied;
	dissatisfied older people are more likely to opt for early retirement, while the remaining older people are satisfied with their job. This creates a skewed image of the level of job satisfaction among older people by cancelling out the dissatisfied segment.
Clarke (1996) discovered a U-shaped correlation between job satisfaction and lifespan. Job satisfaction starts out reasonably high in teenage years, then takes a nosedive in the twenties and thirties – with the age of 36 as the lowest point (in average) -, then it rises back up again through the forties and further in the fifties and sixties (Arnold, et al., 1998 p. 208 as quoted by Berghe & Hyung,, 2011). Mishra (2013) also found that job satisfaction appears to differ among age groups. Young executives (age 21-30) experience the lowest job satisfaction (49%) with those in the 30’s experiencing the highest job satisfaction, sloping down (a negative relationship), while the curve for the middle-aged executives (31-40) forms a U-shaped Curve and the curve for older executives (41-45) sloping up or forms a positive relationship. This could be due to the work culture of the organization. It takes time for the younger executives to adapt with the organizational culture. As the executives get older, getting more experience and able to adapt with the Japanese work culture, hence their level of job satisfaction will increase.

According to this study, the relationship between age and satisfaction does not differ from Mishra and Berghe’s realizations. As shown in table 4.27, satisfaction is lowest in the age group 18-25 where 12 respondents said they were satisfied and settled in their position. It steeply rises to 21 respondents between 25-30 years then declines to 8 respondents between 30-35 years and finally 5 respondents between 35-40 years. The curve then generally rises to 7 respondents between 40-45 years and 6 respondents between 45-50. Studies have found different results in different groups on the relationship of age with job satisfaction. Some feel that age has little relationship with job satisfaction but this relationship has importance in some job situations. In some groups job satisfaction is higher with increasing age in other groups it is lower (Mishra, 2013). For this study, satisfaction was lowest with the youngest age groups, then it rose for respondents between 25-30 years and then it declined after which it gently rose again.

Experience
Years of experience within the institution were found to be negatively yet weakly associated with job satisfaction (p<.058). One possible explanation of such a negative association is the notion that as an individual gains specific human capital (Becker, 1964) this might enable research productivity, which might, in turn, enable an individual to compare and contrast job-specific factors with other contexts as a function of an individual’s status as a more productive researcher (Callaghan & Coldwell, 2014). According to table 4.33, the responses to satisfaction with time stayed at the institution take an n shape. 10 respondents who had stayed shortest responded positively to being satisfied and settled in their position. The curve rises to 19 respondents who had stayed between 1-3 years then it falls to 12 who had stayed 3-6 years. It further goes down to 7 who had stayed 6-10 years. However, 13 respondents who had worked at the Centre for over 10 years stated they were satisfied. This shows that employees who have high experienced are high satisfiers than less experienced employees. (Pushpakumari, 2008).

According to Herzberg (1968), organization should categorize rewards into intrinsic and extrinsic rewards. These two rewards are not directly related to job satisfaction because the relationship is moderated by how equitable these rewards are to individuals. It is argued that in attaining quality performance, the intrinsic rewards are more important than extrinsic rewards as they influence higher order needs of individuals like work it self. The extrinsic factors can be classified into two factors, socio-demographic factors and job factors. Examples of socio-demographic factors are age, gender, race, duration of service, marital status, skill categories and education. Examples of job factors are work, pay, promotion, supervision and co-worker. Intrinsic rewards like given more autonomy to employees are expected to increase their level of job satisfaction.

Relation with Co-workers
The next job satisfaction dimensions that the respondents demonstrated a high level of satisfaction in was with the relationships with co-workers. As shown in table 4.25, 51% of the respondents found their co-workers smart in accordance with job related interactions and 78% responded that there was good team work. According to Gu & Siu (2009) encouragement, guidance, help and support from co-workers are important to promote a harmonious working culture that is needed for enhancing employee satisfaction Highest level of satisfaction with relationship with co-workers.
Nature of Work
Nature of work is one of the dimensions that received high satisfaction. On nature of work, 59.3% of the respondents said they find the overall nature of work to be fair while 40.7% found it excellent. 96.7% of the respondents said they like their job while 3.3% did not know whether they liked their job or not. 70.3%of the respondents said that the overall working conditions were fair and 24.2% found them excellent, table 4.9. According to Mishra (2013), comfortable working conditions are ranked an important factor also. Better the working condition less will be fatigue and more will be job satisfaction. This is consistent with this research where nature of work and work conditions were some of the elements of this facet that the respondents positively rated.

Supervision
Another dimension which is supervision might also contribute to the moderate job satisfaction level as the employees are generally satisfied with the supervision they receive in their job. Relationship with the immediate supervisor as well as the perceived competencies and fairness of supervisor at managerial task could affect the satisfaction of the employees which might then lead to the good or bad feeling they have towards their job. According to table 4.24, supervision has a positive but weak co relation with job performance. The relationship with the supervisor has positive but not significant influence on job performance.

Compensation and Benefits
Findings of current study also show that the employees were dissatisfied with fringe benefits-the lowest mean among the six facets of job satisfaction. As shown on table 4.2, on compensation and benefits, 76.9% of the respondents did not feel well paid for their job compared to colleagues on same scale while 16.5% said they were well paid compared to colleagues. 71.4% of the respondents said the nature of fringe benefits at the institution was fair while 27.5% found them poor. 80.2% of the respondents rated the total compensation package received as fair and 15.4% rated it as poor. Based on the Pearson correlation analysis, the findings indicate that there is a significant weak but positive correlation between job satisfaction and compensation and benefits among the employees.

The study showed that financial rewards were not as important as job satisfaction. This provides the basis for further improvement in employees’ empowerment and participation so as to enhance their levels of job satisfaction. The hypothetical basis of the study was ascertained by confirming that job satisfaction increases employee performance. (Mwiti, 2012). According to Mishra (2013), other benefits have been ramped as an important factor also. Since studies show that highly educated employees having a good pay give more importance to benefits and facilities. Wages are the most important factor of the job satisfaction. Higher the wages more the job satisfaction, but this is not necessarily lead to cover all employees’ satisfaction. Studies show that in some cases salary was rated well blow in job satisfaction, but security and opportunities for advancement by highly educated class of people is much higher than salary.

Opportunity for Promotion
Studies show that after years in the job people will give more importance to advancement than pay. Job satisfaction is more ebullient where there are ample opportunities for career advancement (Mishra, 2013). According to Pushpakumari (2008), professional is a highly educated person. He/She will become a professional after only getting a substantial qualification. Such a person may have favorable attitudes towards opportunities for growth. 

Therefore, they derive a greater satisfaction from intrinsic rewards. Another reason for higher level of satisfaction with intrinsic rewards may be greater recognition which prevails in the outside society for professionals. But non manager employees are the least satisfied among other categories. This shows that employees who have high experienced are high satisfiers than less experienced employees. This is consistent with the results of this study where 23 respondents answered yes to the question of whether there is opportunity for growth and the number declined to 19 for diploma holders and finally only 1 degree holder as shown in table 4.28.
Performance
Based on the results of current study, the job performance level among the employees is high. The high level of performance might be due to the employees are satisfied with what they have gained from their jobs and the company and that the employees are moderately satisfied with their jobs. According to Pushpakumari (2008), employees who are satisfied with their jobs were more willing to put extra effort into their jobs and this contributed to their good job performance. A satisfied work force will create a pleasant atmosphere within the organization to perform well. Based on the results of current study, the job performance level among the employees is high.

The study showed that there is positive correlation between job satisfaction and performance at Ruben Centre. All facets of job satisfaction correlated positively with job performance. The most significant relation with performance was job satisfaction which contained elements of emotional intrinsic satisfaction with the job. This means that a person’s personal satisfaction with the job is the most important factor that contributes to performance at the work place. The research concluded that there is a relationship between job satisfaction and job performance at Ruben Centre. If employees are satisfied according to the facets that were measured, they will perform better. Some aspects of satisfaction would influence performance more than others. These were job satisfaction that measured emotional intrinsic attitude towards the job, relation with co-workers and the work itself. In comparison of the results with studies done, Motowidlo (2003) used a research method that was descriptive and a Likert five choice Scale with intervals (completely disagree- disagree- no idea- agree- completely agree) for collection of his data in his research titled “Job Performance. The results showed that there was a meaningful relationship between job satisfaction, In-role performance and innovative job performance. These finding were similar to the research findings. Hussin (2011) did a study to determine the level of job satisfaction & job performance and to identify the relationship between job satisfaction components (which are pay, promotion, the work itself, supervision, & co-workers) and job performance among employees of Tradewinds Group of Companies. The study was conducted among 115 respondents in Tradewinds Group of Companies in Klang Valley. In this study, the whole population method was used. The study revealed that there was a positive relationship between job satisfaction components which were promotion, work itself, supervision and co-workers except for pay towards employee job performance. These findings, when compared with the research results show that the facets that enhance employee satisfaction are similar in Tradewinds Group of Companies, a profit making institution as they are at Ruben Centre, a faith based non-profit making institution.

Dizgah, et al. (2012) did a study titled “Relationship between Job Satisfaction and Employee Job Performance in Gulian Public Sector.” Data were collected by questionnaire and Cronbach's alpha coefficient was used. Results show that there is a meaningful relationship between job satisfaction In-role performance and innovative job performance and findings were in accordance with previous researches. These results are consistent with the research study, further showing that elements that cause satisfaction in public sector institutions and the research institution as a nonprofit making organization are similar. Researches done by Dizgah, et al, (2012), Susanty & Miradipta, (2013), Berghe & Hyung,, (2011), Gu & Siu, (2009), Pushpakumari, (2008), Ali & Farooqi, (2014).and Dizga, et al., (2012) confirmed a positive relation between job satisfaction and job performance.
CHAPTER FIVE
5.0 SUMMARY, CONCLUSION AND RECOMMENDATIONS	
5.1 Introduction
This chapter presents a summary of the key findings of the study as well as the conclusions and recommendation for further research and the limitation of the study.

5.2 Summary of the Findings
5.2.1 Background of the Respondents
The study population comprised of 91 participants from three departments at Ruben Centre. The response rate was 100% since all questionnaires that were distributed were collected. The study found that majority of the respondents was in the non-management staff grade. The respondents were almost equally distributed among the three departments of the institution. Majority of the respondents were married. The institution had 31% of the respondents in 25-30 age bracket. The study also found that 33% of the respondents had worked at Ruben Centre between 1-3 years, 20.9% had worked between 3-6 years 17% over 10 years. Regarding the level of education, most of the respondents were certificate holders forming a majority of 46.2% and diploma holders were 38.5%.

5.2.2 Satisfaction
Job satisfaction was assessed through 5 items measuring intrinsic attitude job satisfaction and the job description index model which includes 5 facets of measuring performance rated with a Likert five choice Scale with intervals (completely disagree- disagree-no idea-agree- completely agree). The results portrayed that the employees of Ruben Centre were satisfied as assessed with the facets. This was supported by a mean of 3.871.

5.2.3 Performance
There were thirteen questions on job performance that were measures on a Likert five choice Scale with intervals completely disagree 1, disagree 2, no idea 3, agree 4 and completely agree 5. The mean for the responses was 3.7371 which was close to agree
5.3 Conclusions
The study found out that employee performance at Ruben Centre was influenced by the employee level of satisfaction. Job satisfaction was related to factors of intrinsic satisfaction, supervisors, the work itself, relationship with co-workers, compensation and benefits, attitudes towards supervisors and opportunity for promotion. Level of employee performance with job characteristics was found to be largely influenced by the level of intrinsic job satisfaction, relation with co-workers and the nature of work. The study found out that financial reward does not result to employee job satisfaction as demonstrated by compensation and benefits having the least positive correlation with job performance.

It is therefore recommended that the Centre should ensure that all other factors that affect the employees are addressed so that their level of satisfaction can be increased and these results to improved employee performance. This research has successfully attained the three objectives of the study and contributes to the understanding of the importance of job satisfaction-job performance link among the employees. It is clear that these two variables (job satisfaction and job performance) are correlated to each other, whereby the dimensions of relation with co-workers, nature of work and intrinsic attitude towards the job are the main factors that can cause job satisfaction among the employees. The research also proved that there is a similarity between the satisfaction-performance relationship in institutions that are profit making and the research institution as a faith based non-profit making institution. Factors that lead to satisfaction are similar in different industries.
5.4 Recommendation
The study found that Ruben Centre staffs are generally satisfied with their job. The aspect of satisfaction that needs to be addressed is fringe benefits. The respondents felt that fringe benefits like house allowance, responsibility allowance, transport and travelling allowance, medical schemes et cetra need to be matched up to a higher level. This in turn affected the total compensation package which was rated as fair. A majority of the respondents are between 25-30 years of age and are certificate holders. The organization should find a way of building the capacity of the work force in order to increase performance. The organization should also focus on intrinsic reward systems so as to achieve satisfaction of its management staff.

5.5  Recommendations For Further Research
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   APPENDICES
Questionnaire
This questionnaire has been issued in confidence. The information obtained is for research purposes only. The final general results obtained will be shared with the organization to assist in decision making. Kindly be honest. Underline your choice answer or fill in the gaps appropriately.

What department are you in?.....................................................................
What is your age bracket? 18-25, 25-30, 30-35, 35-40, 40-45, 45-50, over 50.
What is your marital status? Married, Single, Separated, Divorced.
What is your gender? M/F
For how long have you worked at Ruben Centre? Below 1 year, 1-3 years, 3-6 years, 6-10 years, over 10 years.
What is your professional/academic qualification? Certificate, diploma, bachelor’s degree, other(……………………………………………………)

1.	How do you find the overall nature of your work (excellent, fair, poor)
2.	Do you like your job? (yes, no, I don’t know)
3.	Do you feel you are well paid for the job you do compared to colleagues on the same scale in this and/or different organization? (Yes, no, I don’t know)
4.	As soon as I can find a better job, I’ll leave. (completely disagree- disagree- no idea- agree- completely agree)
5.	Are you satisfied and settled with your current position? (yes, no, I don’t know)
6.	How do you rate the nature of fringe benefits (Compensation in addition to direct wages or salaries, such as company car, house allowance, medical insurance, paid holidays, pension schemes, subsidized meals et cetera) associated with the job. (excellent, fair, poor)
7.	I have confidence in the decisions made by my supervisor (yes, no, I don’t know)
8.	Do you have the right academic and experience qualification for promotion? (Yes, no, I don’t know)
9.	I have had instances of disagreement with my supervisor on my work. (completely disagree- disagree- no idea- agree- completely agree)
10.	How do you rate overall working conditions (such as ergonomics, work atmosphere, work environment) (excellent, fair, poor)
11.	I constantly search out new working methods, techniques or instruments (completely disagree- disagree- no idea- agree- completely agree)
12.	How do you rate the total compensation package you receive (excellent, fair, poor)
13.	I share innovative ideas with my supervisor for support(completely disagree- disagree- no idea- agree- completely agree)
14.	You find your co-workers (rate in accordance with job related interactions) (smart, average, unpleasant)
15.	Is there good team work among your coworkers? (Yes, no, I don’t know)
16.	You find your co-workers (rate in accordance with interpersonal interactions) (smart, average, unpleasant)
17.	I often create new ideas for improvements or better ways of doing my job (completely disagree- disagree- no idea- agree- completely agree)
18.	Is there room for promotion in your job? (Yes, no, I don’t know)
19.	I talk about this great work place to my friends. (completely disagree- disagree- no idea- agree- completely agree)
20.	My leaders always love my new ideas. (completely disagree- disagree- no idea- agree- completely agree)
21.	I introduce innovative ideas in a systematic way (completely disagree- disagree- no idea- agree- completely agree)
22.	When I have a new idea, I share it with colleagues and try to get their support (completely disagree- disagree- no idea- agree- completely agree)
23.	There is no work related challenge that I cannot figure out a solution to (completely disagree- disagree- no idea- agree- completely agree)
24.	My supervisor’s skills in leading the team are (excellent, fair, poor)
25.	There are several initiatives at the work place that are my original ideas (completely disagree- disagree- no idea- agree- completely agree)
26.	I look forward to coming to work every morning because my job is exciting (completely disagree- disagree- no idea- agree- completely agree)
27.	I would recommend a friend to come and work here too (completely disagree- disagree- no idea- agree- completely agree)
28.	My supervisor hardly complains about my job (completely disagree- disagree- no idea- agree- completely agree)
29.	I’m hesitant to using different ways of work because I don’t know what results will be achieved. So I do things how they have always been done (completely disagree- disagree- no idea- agree- completely agree)
30.	The work that I do is what is in my job description. There are no other duties that are not in my job description. (completely disagree- disagree- no idea- agree- completely agree)
31.	I meet all the formal performance requirements of the job (completely disagree- disagree- no idea- agree- completely agree)
32.	My supervisor is around and helps when needed (yes, no, I don’t know)
33.	My life would be disrupted if I quit my job. (completely disagree- disagree- no idea- agree- completely agree)


Job Satisfaction
i.	Nature of work.
ii.	Compensation and benefits.
iii.	Attitudes towards supervisors.
iv.	Relations with co-workers.
v.	Opportunity for promotion.
vi.	Satisfaction

Job Performance



